Case Management Update appears as part of Clinical Rounds in the Journal. The panel approach provides a forum for sharing ideas, viewpoints, and perspectives. Panel members come with expertise from a variety of case management arenas and have agreed to share their opinions and perspectives in response to specific questions or scenarios. Opinions and perspectives are those ofthe panel members, and do not necessarily represent the views of the AAOHN, the Editor, or the Publisher. We encourage readers to submit their questions or scenarios for the Panel. This month's Panel members include Robin Tourigian,
T he employee's transition back to productive employment can be facilitated using job coaches. The most difficult return to work illnesses or injuries, whether occupational or nonoccupational, are cases with severe mental or physical challenges. An employee who has sustained a brain injury or a memory loss'is an example of a return to work challenge. A job coach can be an essential component for successful return to work when more individual assistance is required. The job coach is often a vocational rehabilitation counselor or an occupational therapist with specific skills to reintegrate people into a job or to prepare individuals for a new position.
Job coaches assist employees in learning the job and check their progress. Job coaches work with employees at the worksite to provide individual support until they are able to work efficiently on their own. If employees are unable to return to their prior position successfully, the job coach helps them choose a job suitable to their abilities, skills, and interests. Some examples of the type of skills employees may need help with include: • Communication and social skills. • Strategies to help with memory. • Specific job tasks. • Meeting deadlines. • Making quotas.
Job coaches can serve as supervisors, trainers, or support persons at the worksite. They can work with an individual or a group of employees. The job coach monitors work tasks and behaviors, and also provides emotional support and training. Often, interpersonal and social skills can be a reason for success or failure at work. The job coach can be an important element in teaching the social skills for interacting with coworkers and supervisors.
Employees returning to work with mental and physical challenges can find the transition difficult. Employers, supervisors, and coworkers are often unaware of an employee's special needs when returning to work. The job coach educates the employer, keeps the employer informed about activities to restore the employee's level of functioning, advocates understanding for the employee, and facilitates successful return to work.
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M ost important in rehabilitation from illness or injury and return to optimum health and wellness is returning to the workplace. The longer an employee stays away from the job, the more difficult returning to work becomes.
Returning the employee to work is often a straightforward process. The employee is released to full duty, completes a fitness for duty evaluation, and returns to the workplace. Because returning to the worksite may be an important part of rehabili-tation and return to work, the employee is often encouraged to return to work even though full duty may not yet be resumed. The employee may be returning to work with certain job limitations (i.e., restricted, light, transitional duty), depending on the structuring of the limitations (Haag, 2(02) .
Employees recovering from the effects of severe injury or illness, severe or long term injury or illness, and prolonged lengthy illness, may have more difficulty returning to work and may require special assistance or "coaching." This may be because of a loss of physical and mental functions caused by the injury or illness. For example, an employee sustaining a severe head injury may experience short term memory loss, resulting in an inability to remember certain job tasks. That individual may also experience physical impairment, such as loss of sight, sense of smell, or balance. The employee may need assessment and evaluation while performing a job to determine the ability to perform all the essential functions of the job. It may be that, although the employee wants to return to work, doubts about the employee's ability to return to work exist-thus, requiring an on the job performance evaluation. This may become a critical issue because although the employee may be very anxious to return to work, failure to successfully perform job functions may result in a return to long term disability and eventual disability retirement. This is particu-larly true in a safety sensitive environment in which a loss of physical and mental skills may directly effect not only the workload, but also the safety of coworkers.
If the employee is experiencing any difficulties with daily job tasks and functions, a job coach may be called directly to the worksite. Successful case management and return to work is best accomplished through a process with input from multiple professional disciplines coordinated by the occupational health nurse case manager (Kalina, 1998) . The job coach becomes a part of the return to work team, along with the occupational health nurse, supervisors, management, and outside health care providers. The job coach evaluates any identified factors affecting the employee's return to work and often works to uncover and evaluate hidden factors. This may include searching out problems associated with performance expectations not being met.
The job coach may accompany the employee on the job, learn about the job, and offer a variety of different options to aid in getting the essential functions of the job accomplished. While at the job site, the job coach also evaluates the employee's ability to learn new skills, in case the best option for successful return to work is working in another position.
In working with the employee, the job coach is also looking at and evaluating the design of the workstation, if applicable. The job coach takes into account the organizational structure of the company, identifies supervisors and their capacity, and identifies the employee's coworkers and their level of support, as well. The job coach determines any and all barriers to return to work.
After complete analysis of the employee's ability to return to work based on the demands of the job, the job coach formulates a plan of action. This is most often coordinated with the occupational health nurse, physical therapist, supervisor, and coworkers. The job coach may also enlist input from a family member. The job coach's return to work 288 Case Management Update plan, goals, and objectives are fluid-this plan may be reworked repeatedly. The employee has a responsibility to work with the job coach, cooperate, and be receptive while giving honest feedback to questions and recommendations. The supervisor supports the process by providing a supportive atmosphere where the employee and coach can work together
In conclusion, the job coach "coaches." Coaching is accomplished through a one to one professional relationship. The job coach is supporting the employee's attempt to return to work through individual and employee focused (The University of Iowa, 2(03):
The job coach provides a focus enabling the individual to explore all return to work possibilities, to overcome barriers in attempting to return to work, and if all else fails, to consider options for returning to work in another job. F ederal laws designed to break down barriers to employment for individuals with disabilities began in the early 1970s with the passage of the Rehabilitation Act of 1973 (Departmental Office of Civil Rights, 2002) , and were renewed with the Americans with Disabilities Act (ADA) of 1990 (U.S. Equal Employment Opportunity Commission, 1997) and the Ticket to Work and Work Incentives Improvement Act of 1999 (Centers for Medicare and Medicaid Services, 2(02). Significant changes in thinking related to the vocational rehabilitation and employment potential of Americans with disabilities and the evolving role of employers in addressing disability in the workplace have been forces encouraging the passage of the legislation (Unger, 2002) .
Job coach assistance is an example of work support for disabled individuals that frequently uses the assistance of outside agencies or rehabilitation professionals. Job coaches provide the employees returning to work and their employers with direct specialist advice based on the characteristics of the disability in question (Japan Association for Employment of Persons with Disabilities, 2(03).
When an employee has experienced an illness or injury resulting in difficulty relearning the job or problems with daily job tasks and functions in the return to work process, occupational health case managers may work with employers to procure the services of ajob coach. Cognitive difficulties following a stroke or memory impairment after a traumatic brain injury are examples of situations in which a job coach might assist in job reentry. A job coach must consider the organizational structure of the unit or company and identify supervisors and coworkers and their abilities to assist with the process. The work culture and social interaction of the office must be assessed. It is the responsibility of the employee working with the job coach to cooperate, be receptive and open to the feedback given, and to provide honest feedback to the job coach. Supervisors are responsible for ensuring a friendly, supportive
